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CSEA AGREEMENT PAGE 1 
ARTICLE I - PREAMBLE 
This Agreement is made pursuant to Article 14 of the Civil Service Law of New York State 
and entered into as of the day of ,2006 between the City of Corning, New York, 
hereinafter referred to as the "Employer" and the Civil Service Employees' Association, Inc., Local 
1000 AFSCME, AFL-CJO, for the City of Coming Supervisory Unit of the Steuben County Local 
851 hereinafter referred to as the "Union". 
ARTICLE I1 - RECOGNITION 
Section 1. The Employer hereby recognizes the Union as the sole and exclusive negotiating 
agent for the following job titles: Assistant Superintendent of Public Works, Water Distribution 
System Supervisor, Code Enforcement Officer, Accountant, Chief Wastewater Treatment Plant 
Operator and Buildings & Grounds Supervisor. 
Section 2. In the event new titles are created or reclassified by the Employer during the term 
of this Agreement, the Union shall be informed, in writing, within five (5) work days subsequent to 
the establishment of such title(s). In the event the Employer and the Union cannot agree as to 
whether the new title(s) are to be included in the bargaining unit, the parties agree to submit the 
question to PERB. 
ARTICLE 111 - DUES CHECK-OFF AND UNION SECURITY 
Section 1. The Employer shall deduct from the wages of employees and remit to the Civil 
Service Employees' Association, Inc., 143 Washington Avenue, Albany, New York 122 10, regular 
membership dues and Union sponsored insurances for those employees who have signed an 
appropriate payroll deduction authorization(s) permitting such deduction(s). The Employer agreeF - 
to deduct and remit such monies exclusively for the Union as the recognized, exclusive, negotiating 
agent for the employees. For Union sponsored insurances which require premiums be submitted 
directly to the insurance company, the Employer will transmit such premiums directly to the address 
specified by such company. 
Subject to Section 2 10 (3) of the Civil Service Law, the City agrees to make a weekly payroll. 
deduction of the "agency shop fee", for Employees who are covered by the unit but have chosen not 
to be members of the Union, and to thereafter remit said deductions to the CSEA office as listed 
above, together with a record of the names of the employees for whom the deductions were made, 
The City shall begin the deductions described herein with the second payroll period following receipt 
by the CSEA of a notice from the Union that an employee has been removed from membership i h  
the Union or has failed to make application for membership in the Union within the time period 
described in this Agreement. 
The Union shall defend, indemnify, and hold harmless the Employer from any claims, suits 
or other forms of liability that may arise as a result of the Employer's action in deductions of dues, 
agency shop fees or insurance(s) as provided under this section. 
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Section 2. The Employer shall fm i sh  the Union with a complete list of names, home 
addresses, work locations and position titles of all Employees in the negotiating unit covered by this 
Agreement, and will within thirty (30) days after the end of each pay period where any changes have 
occurred, fiunish the Union with a listing of names, home addresses, work locations and position 
titles of newly hired, reinstated or transferred employees as well as a list of Employees who 
terminated employment in the negotiating unit. The Employer shall also supply a list of all dues 
paying members and on a separate list, those who are non-members. 
I ARTICLE IV - MANAGEMENT RIGHTS 
The City and the CSEA hereby recognize and mutually agree that the management of the 
City, the control of its properties, the maintenance of order and efficiency, the direction of its 
employees, including the making and enforcing of reasonable work rules to assure orderly and 
efficient City operations, are solely the responsibility and rights of the Employer, CITY OF 
CORNING, NEW Y O N .  Accordingly, except as specifically abridged, delegated, granted or 
modified by this Agreement or any subsequent Agreements that may hereafter be made, all the rights, 
powers and authority of the City granted to it by virtue of State Law and City Charter, Ordinances 
and Laws are retained by the City and remain exclusively within the rights of the City to the extent 
that the impact of any changes to any working conditions be subjected to collective bargaining with 
the CSEA to the extent required by the Civil Service Law. In the event that any such law be in 
conflict with any provisions of the Contract, such law or laws shall supersede the effective provision 
of this Agreement. 
ARTICLE V - UNION RIGHTS 
The Union shall have the sole and exclusive right with respect to other employee 
organizations to represent all employees in the heretofore defined bargaining unit in any and all 
proceedings under the Public Employees' Fair Employment Act, under any other applicable law, rule, 
regulation or statute, under the terms and conditions of this Agreement; to designate its own 
representatives and to appear before any appropriate official of the Employer to effect such 
representation, to direct, manage and govern its own affairs; to determine those matters which the 
membership wishes to negotiate within the terms herein and to pursue all objectives flee from any 
interference, restraint, coercion or discrimination by the Employer or any of its agents. The Union 
shall have the sole and exclusive right to pursue any matter or issue including, but not limited to, the 
grievance and appeal procedure in this Agreement and to pursue any matter or issue to any court of 
competent jurisdiction, whichever is appropriate. 
ARTICLE VI - NON-DISCRIMINATION 
Section 1. There shall be no discrimination, coercion, interference or restraint by the 
Employer against any employee because of membership in the Union. 
Section 2. The Employer agrees that there shall not be any form of illegal discrimination 
with regard to race, creed, color, national origin, sex, age, disabilities, or marital status. 
CSEA AGREEMENT PAGE 3 
ARTICLE VII - UNION ACTIVITIES 
Section 1. The Union may designate one (1) bargaining unit employee as Union delegate. 
The City Manager shall be notified at least two (2) weeks in advance of the meeting that the delegate 
will be attending such a meeting. The designated delegate will be permitted to attend the Union's 
Fall and Spring Conference Meeting without pay. 
Section 2. Except with prior approval of their direct supervisor or City Manager, employees 
shall not engage in Union activities during the work day. Attendance at preliminary and formal 
stages of grievances, arbitrations, or disciplinary proceedings, negotiating sessions and any 
minimus meeting or contacts for gathering the basis for a grievance or contractual question is not 
prohibited by this Section. 
Section 3. Union Representatives shall be allowed access to employees during working 
hours upon notice to and consent of the City Manager, which will not be unreasonably withheld, for 
the explanation of insurance plans and rights under this Agreement. 
ARTICLE VIII - AGREEMENT 
Section 1. The Employer and the Union acknowledge that during the negotiations which 
resulted in this Agreement, each had the unlimited right and opportunity to make proposals with 
respect to any subject or matter not removed by law from the area of collective negotiations. 
Section 2. This document constitutes the entire Agreement between the parties and no verbal 
statement or other agreement in whatever form, except an amendment to this Agreement in written 
form and annexed hereto and specifically designated as an amendment to this Agreement, shall 
supersede or vary any of the provisions herein contained. 
ARTICLE IX - NO STRIKE - NO LOCKOUT AFFIRMATION 
The members of CSEA hereby affirm pursuant to the provisions of Section 207, Paragraph 
Three (3) of the Public Employees Fair Employment Act, to wit, that it does not assert the right to 
strike against any government; to assist or participate in any such strike or to impose an obligation 
to conduct, assist or participate in such a strike. The Employer affirms that it will not lockout 
employees during the life of this Agreement. 
ARTICLE X - SAVINGS CLAUSE 
Section 1. If any Article or part thereof of this Agreement or any addition thereto, is in 
violation of any Federal, State or local law; or if adherence to or enforcement of any Article or part 
thereof should be restrained by a court of law, the remaining Articles of this Agreement or any 
addition thereto, shall not be affected. 
Section 2. If a determination or decision is made as per Section 1 of this Article which 
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impacts the terms and conditions of employment, the original parties to this Agreement shall 
convene immediately for purposes of negotiating the impact thereof. 
Section 3. It is agreed by and between the parties that any provision of this agreement 
requiring legislation to permit its implementation by law or by providing additional funds therefor, 
shall not become effective until an appropriate legislative body has given approval. 
Section 4. Whenever the context so requires, the use of the words herein in the singular shall 
be construed to include the plural and words in the plural, the singular, and words whether in the 
masculine, feminine or neuter genders shall be construed to include all of said genders. By use of 
either masculine or feminine genders, it is understood that said use is for convenience purposes only 
and it is not to be interpreted to be discriminatory by reason of sex. 
ARTICLE XI - CONTRACT COPIES 
The Union shall reproduce and make available copies ofthis Agreement to all employees and 
other interested parties. The copies shall be printed with the size to be determined between the 
Employer and the Union. 
ARTICLE XI1 - BULLETIN BOARDS 
The Employer shall make a bulletin board available at an appropriate work location; the size 
and location to be agreed upon jointly by the City Manager and the Union. Such bulletin board shall 
be for the exclusive use of the Union for announcement of meetings, posting of Union bulletins, 
election notices and for any and all matters relative to Union business and shall not be of a 
controversial nature. 
ARTICLE XI11 - PERFORMANCE EVALUATION AND CLASSIFICATION 
Section 1. Salary increases will be merit based using the City of Corning Supervisory Unit 
Compensation and Evaluation Plan, which is set forth as Appendix "A" of this Agreement. The 
parties have agreed on the forms to be used in the evaluation process, and will continue to use those 
forms, unless modified by agreement of the parties. The forms are attached as Appendix "B". 
Section 2. Regular Full-Time Employees: Unit member shall be reviewed and evaluated at 
least annually in accordance with the Evaluation Plan. There shall be no right to grieve a unit 
member's performance evaluation, except as permitted under the Supervisory Unit Compensation 
and Evaluation Plan. If a unit member disagrees with their performance evaluation he/she shall be 
given the opportunity to respond, in writing, to the evaluation within ten (10) business days of 
receiving the evaluation. The response shall be attached to the performance review. 
Section 3. Probationary employees: Any unit member appointed to a regular position shall 
be considered on probationary status for the first six (6) months of employment. During the 
probationary period, the Department Head shall conduct interim performance reviews with the unit 
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member at ninety (90) days after the appointment date, and again before the end of the probationary 
term, with copies given to the unit member and the City Manager. 
At any time during the probationary period, the Department Head andlor City Manager shall 
remove an employee if, in hisher opinion, the performance indicates that the unit member is unable 
or unwilling to perform the duties of the position satisfactorily or that hisher habits and 
dependability do not merit continuance in the position. A unit member who is terminated during the 
initial probationary period does not have the right to initiate the grievance procedure. 
ARTICLE XIV - PROFESSIONAL DEVELOPMENT 
Section 1. Leave time with pay may be made available upon request of employees, subject 
to the approval of the City Manager, for the purpose of attendance at conferences, meetings, 
conventions and seminars sponsored by organizations related to the employee's job duties and work 
assignment. 
Section 2. A maximum of $100.00 per employee of budgeted expense per year will be 
reimbursed by the Employer to the employee for the purpose of subscribing to pre-approved "trade 
publications" or job related periodicals. Such materials remain the property of the City and shall be 
available for review by the City Manager for a period of one year. 
Section 3. A maximum of $200.00 budgeted expense per employee per year will be 
reimbursed by the Employer to the employee for the purpose of paying for pre-approved 
"professional memberships". 
Section 4. The Employer will reimburse the employee for the actual cost of any certification 
or licensing fees either required by legislation, ordinance, statute, rule or regulation or as required 
by the Employer, for whatever reason. 
Section 5. The City will continue to pay for personal protective equipment and gear needed 
to perform the unit members job. 
Section 6. Effective July 1,2006, unit members holding degrees relating to their job title, 
as approved by, and in the sole discretion of, the City Manager, from a regionally accredited college 
or university, shall receive an annual education stipend as follows: 
Associate's Degree $100 
Bachelor's Degree $200 
Master's Degree $300 
Employees may only receive one stipend annually regardless of the number or level of 
degrees held. 
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ARTICLE XV - RETIREMENT 
Section 1. The Employer and employee, where applicable, shall contribute to the applicable 
New York State Retirement System. The Employer will also participate so as to allow Unit 
members to receive additional service credit upon retirement under Subdivision (j) of Section 41 of 
the New York State Retirement and Social Security Law. Such unused sick leave credit shall be 
applied as an additional service credit on a calendar day basis. Employees retiring on or after the age 
of 55, and that have at least 15 years of service with the City, may elect to remain on the City's 
health insurance plan. The City shall contribute a portion of the monthly premiums until the 
employee reaches the age of 65 in accordance with the following schedule: 
Service with the NYS Retirement Svstem 
Less than 20 years of service 
20-30 years of service 
Over 30 years of service 
City's Contribution 
To Premiums 
0% 
25% 
50% 
Upon reaching the age of 65, the employee and hisiher spouse may elect to remain on the 
City's health insurance plan by paying 100% of the premium. Upon the death of the employee, the 
spouse may remain on the City's health insurance plan by paying 100% of the premium. 
Section 2. Should the New York State legislature authorize the purchase of Military Service 
Credit, then the Employer shall authorize same for such employees, provided there is no additional 
cost to the Employer. 
Section 3. In the event of death or retirement of an employee, all salary earned and accrued 
vacation due the employee, shall be paid to hidher or histher estate. 
ARTICLE XVI - HEALTH INSURANCE 
Section 1. The Employer will provide unit members with the Blue Cross/Blue Shield PPO 
Option I Health Plan (BCIBS), and College Age 25 Rider. The Plan shall have inpatient mental care, 
rehab or alcohol/substance abuse detox benefits. The BC/BS Plan shall also have a three-tiered 
prescription drug formulary with co-pays of Five Dollars ($5.00), Fifteen Dollars ($15.00), and 
Thirty Dollars ($30.00). 
Effective January 1, 2006, each unit member having a single and family BC/BS Health 
Insurance Plan shall pay an employee contribution equal to one and 3-quarters percent (1.75%) of 
their annual base salary to be pro-rated and deducted each pay period. 
Unit members with more than one-hundred fifty (1 50) sick days, may cash-in such days over 
one-hundred fifty (1 50) to apply towards their health insurance contribution at a rate of five dollars 
($5.00) per sick-day. This election must be made by July 1" of each year and the amount will be pro- 
rated and applied on a weekly basis. 
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Section 2. Effective January 1,1999, any employee who wishes to discontinue their 
healthhospitalization coverage for himself7herself and any covered dependents must give at least 
sixty (60) days written notice of said election, accompanied by written proof that another 
healthhospitalization coverage is in effect to cover himselflherself and their covered dependents, 
if any. Any such election shall be made for a period of one (1) year running from July 1 through the 
next succeeding June 30. Employees who elect to opt-out of the City's healthhospitalization 
coverage shall not pay the employee contribution for the twelve (12) months during which the 
employee has declined coverage. Although declining healthhospital coverage, the employee and 
covered dependents will remain in the optical coverage as provided by this Agreement without any 
employee contribution. Effective July 1, 2006, employees who elect to opt out of the 
healtldhospitalization plan shall receive a quarterly payment of Six Hundred Twenty Five Dollars 
($625.00) for opting out of a family plan, and Three-Hundred Dollars ($300) for opting out of a 
single plan for each quarter they remain employed by the City in a full-time position represented by 
the bargaining unit. 
Section 3. Section 125 Plan. The Employer will continue to provide a flexible spending plan 
under Section 125 of the Internal Revenue Code, together with a premium conversion plan, the 
medical component and the dependent care component. The Section 125 Plan shall permit the 
employee contribution under Section 1 of this Article to be deducted from pay with pre-taxed dollars 
unless the employee elects in writing not to participate in the premium conversion plan. In lieu of 
dental coverage, the City will contribute Three Hundred Dollars ($300.00) per year to each 
employee's flexible spending plan account. 
Section 4. Optical. The Employer shall provide the Platinum 12 CSEA Optical Benefit 
Coverage for unit members. The Employer shall pay one hundred eighty five dollars ($1 85.00) per 
year, per unit member, participating in the plan for said coverage. If there are charges above that 
amount, the unit member shall be responsible for those charges. 
Section 5. Workman's CompensationlDisability. The Employer will continue to provide 
coverage under Workman's Compensation; and in addition, will provide at no cost to the employee, 
a Disability Insurance plan containing benefits at least equal to those provided by the mandated 
"Private Sector" New York State Disability Law. 
Section 6. The Health Insurance Committee. The Employer and Union further agree to set 
up an advisory health insurance committee consisting of an equal voting representation by the 
Employer and all union representatives for the recognized labor organizations representing City 
Employees who are covered by the City's health insurance plan. The parties acknowledge that the 
Employer and Union, together with other City employee unions intend to review and develop 
alternatives for health and dental insurance coverages, prior to July 1, 2004, and to explore the 
possibility of affiliating with a larger insurance pool, either with other municipal plans or through 
a cooperative self-funded plan. The parties acknowledge that current coverages need to be 
collectively discussed, alternatives developed, and a plan implemented by July 1, 2004 which will 
ensure a viable health plan at a more affordable cost than currently exist. 
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Section 7. If the Health Committee can not obtain agreement on a new plan, prior to July 1, 
2003, then the unit members may remain on the Blue CrossIBlue Shield PPO Option I Plan as set 
forth in Section 1 above. 
ARTICLE XVII - MILEAGE PAYMENTS 
Mileage driven by an employee using their private vehicle in the performance of Employer 
business shall be reimbursed by the Employer at the applicable IRS rate for business related mileage, 
providing the employee has authorization by the Department Head and City Manager in advance for 
the use of his personal vehicle. 
ARTICLE XVIII - HOLIDAYS 
Section 1. Unit members shall receive time off for the following holidays: New Year's Day, 
Presidents Day, Good Friday, Memorial Day, Independence Day, Labor Day, Columbus Day, 
Veterans Day, Thanksgiving Day, Day after Thanksgiving, and Christmas Day. 
Section 2. When one of the above holidays falls on a Sunday, that holiday shall be observed 
on the following Monday. 
Section 3. When one of the above holidays falls on a Saturday, that holiday shall be observed 
on the preceding Friday. 
Section 4. Holidays worked shall be compensated for hours worked in compensatory time 
plus one full day and such time shall be usedltaken within ninety (90) days. 
ARTICLE XIX - LEAVES 
Section 1. GENERAL RULES: It shall be the responsibility of the respective Department 
Head to recommend to the City Manager whether or not to grant an employee's request for leave. 
It shall be the responsibility of the employee to request non-emergency leaves a reasonable time in 
advance and when practicable at least thirty (30) days prior to the time such leave is sought. All 
requests for vacation or personal leave and leaves of absence must be in writing and shall require 
final approval by the City Manager, but said approval shall not be unreasonably withheld. The City 
Manager shall be responsible for maintaining leave records for all unit members. 
A. Vacation, sick leave, holidays, and other benefits are not earned and do not accrue 
when a unit member is off work on unpaid leave of fifteen (1 5) calendar days or 
more. The unit member may maintain group medical, dental, life and disability 
insurance at the unit member's own expense if eligible during periods of unpaid 
leave. 
B. Staff requesting the use of vacation time in the event accrued sick leave is not 
available, must seek the approval of both the Department Head and City Manager, 
in writing. Similarly, staff requesting time off in the event both accrued sick and 
CSEA AGREEMENT PAGE 9 
vacation leave are unavailable, must seek approval in writing, to both the Department 
Head and City Manager. Such approvals are at the discretion of the City Manager. 
Section 2. VACATION LEAVE: Each unit member shall accrue vacation leave privileges 
in accordance with the following schedule: 
One (1) full year of service, but less than five (5) years 
(Per paragraph "B" below, a unit member may use 
up to one (1) week in the first year of employment 
after six months on the job). 
Two (2) weeks 
Five (5) full years of service, but less than ten (10) years Three (3) weeks 
Ten (10) years of service or more Four (4) weeks 
A. Vacation leave will be scheduled at such time or times as shall be mutually agreeable 
to the unit member and hislher respective Supervisor(s) and shall be scheduled 
having regard for the operational needs of the unit member's department. An 
employee will receive pay, if requested, for up to five (5) unused vacation days at 
hisher current pro-rated daily rate to be paid in the last pay period of the fiscal year 
if requested at least thirty (30) days prior to the end of the fiscal year. Effective 
January 1,2007, employees with more than twenty (20) years service with the City 
may deposit an additional five (5) unused vacation days in the employee's 457 
deferred compensation account if requested at least thirty (30) days prior to the end 
of the fiscal year. 
B. Vacation leave shall be credited on a fiscal year basis, and shall accrue pro rata 
monthly, and shall be used only after it is earned. New full time unit members may 
use, in the first full fiscal year after hire, and after completing a six month 
probationary period, vacation time earned from the date of hire to the first day of the 
first full fiscal year. 
C. Accrued vacation should generally be used and not be carried over. If a unit member 
seeks to carry any vacation leave to the next fiscal year, helshe shall notify the City 
Manager in writing at least sixty (60) days prior to the end of the fiscal year, state 
when the vacation is to be taken and why it is necessary to carry it over into the next 
fiscal year. Any request to carry over any vacation days will require approval by the 
City Manager and, if approved, said days must be used within 12 months of said 
approval. 
D. Accumulated vacation time shall be paid, pro rata, at the time of termination of 
employment, whatsoever the reason for termination. 
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Section 3. PERSONAL LEAVE: Each unit member shall be entitled to two (2) days of 
personal leave per year. If no personal leave days are used, one (1) day of personal leave shall be 
added to the member's accumulated sick leave. There shall be no other carry over of personal days 
and no cash out upon death, retirement, or termination of employment. 
Section 4. SICK LEAVE: Sick leave shall not be considered an entitlement but, sick leave 
will be granted unit members for personal illness or physical incapacity, including pregnancy, of 
such a degree as to render the employee unable to perform the duties of the assigned position or for 
illness of a family member who resides with the employee. Sick leave is earned at the rate of one 
(1) day per month, but shall not be earned or accrued during any month where the employee was off 
work on unpaid leave for at least fifteen (1 5) calendar days. Unit members shall be eligible to use 
sick leave after thirty (30) calendar days of consecutive service with the City. 
A. The first month of a unit member's service shall be counted as a full month of 
service, if employment begins on or before the fifteenth of the month. Whenever 
possible, a unit member will notify hidher Department Head or the City Manager at 
least twenty-four (24) hours in advance of a planned sick leave for medical purposes 
or as ordered by a physician. Sick leave shall not be used as vacation or personal 
leave, but vacation or personal leave may be used as sick leave if desired by the unit 
member. 
B. False or fraudulent use, or a pattern of abuse of sick leave may be cause for 
disciplinary action. 
C. Unit members using two (2) or fewer sick days annually shall be entitled to one (1) 
additional personal day annually, which shall be credited for use at the beginning of 
the next fiscal year. New Employees must serve a full fiscal year prior to receiving 
this benefit. 
D. Sick leave can accrue up to a maximum of one hundred sixty five (165) days, but 
may not be "cashed out" upon retirement, death, or termination of employment, 
except as modified by Article XV, Section 1 of this Agreement. 
Section 5. BEREAVEMENT LEAVE 
A. Each unit member shall be allowed up to three (3) days leave of absence with pay in 
the event of death of the unit member's father, mother, sister, brother, spouse, child, 
father-in-law, mother-in-law, grandchild, grandparent, grandparent of spouse, step- 
child, step-parents, sister-in-law, or brother-in-law. 
B. One (1) day leave of absence without pay to attend the funeral of a close friend or 
associate will be granted, provided adequate notice is given. 
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Section 6. JURY DUTY: An employee shall notify the City as soon as possible after 
receiving notice to report for jury duty. If required to report or serve as a juror, the unit member 
will continue to be paid his or her regular weekly wages for any days where the unit member is 
required to report or serve. The unit member shall pay back to the City the per diem fee paid to 
himher for all days of jury service. A unit member excused by the court for any reason shall be 
required to return to work promptly. 
Section 7. FAMILY MEDICAL LEAVE: A unit member, who is eligible for leave under 
the Family and Medical Leave Act of 1993 may submit a request for leave in accordance with the 
City Policy on Family Medical Leave dated February 3, 1997, which the parties acknowledge will 
govern such leaves. A unit member seeking Family Medical Leave shall first utilize accrued paid 
time off before any non-paid time off may be utilized. 
Section 8. LEAVE OF ABSENCE WITHOUT PAY: A unit member may be granted a leave 
of absence without pay by the City Manager upon recommendation of the respective Department 
Head. Such requests shall be made in writing to the City Manager. Any leave without pay shall not 
exceed one (1) year in length and may be granted only when it appears that the past record of the 
employee justifies it and granting such leaves would be in the best interest of the City. If the unit 
member is granted a leave without pay, as requested, he/she shall return to work at the end of the 
leave granted. If the unit member does not return to work at the end of the leave, he/she shall be 
deemed to have resigned from City employment. Pursuant to the provisions of Section 1 (a), no 
benefits will be earned or accrued during a leave of absence without pay. 
ARTICLE XX - DISCIPLINARY PROCEDURE 
Section 1. The disciplinary procedure for incompetency or misconduct prescribed in this 
Article shall be available to all unit members as an alternative to the procedure prescribed in Section 
75 andlor 76 of the N.Y.S. Civil Service Law. 
A. Said employees shall include all those employees who have completed at least six (6) 
months of continuous service with the City, in either competitive, non-competitive 
or labor class employment. 
B. An employee shall have the right to choose either but not both alternative procedures 
to grieve such disciplinary action. 
Section 2. In the event the City Manager or hidher designee sees fit to impose disciplinary 
action on an employee, notice of such disciplinary action and the proposed sanction shall be 
specified in the notice of discipline. 
A. The Union shall be advised by registered or certified mail that said notice of 
discipline has been served on an employee, within forty-eight (48) hours of service. 
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B. Said notice of discipline shall be accompanied by a written statement that an 
employee served with a notice of discipline has the right to object by filing a 
grievance within eight (8) days or by exercising his rights under Section 75 and/or 
76 of the N.Y.S. Civil Service Law. 
In the event said employee does object, then he must file with the City Manager, written 
notice of his choice of procedure, subject to the provisions of Section (1) hereof, with the Employer 
and the Union no later than the eighth (8th) day after receiving such notice of discipline. 
C. The disciplinary grievance procedure provides for a hearing by an independent 
arbitrator at its final stage. 
D. Whenever an employee is under investigation for alleged misconduct or 
incompetency which may reasonably lead to disciplinary action, the employee shall 
be informed before the commencement of any interview that he may have Union 
representation and heishe shall be given a reasonable period of time under the 
circumstances to have a Union representative present during the interview. 
E. The employee also has the right to be represented by the Union, an attorney, or other 
representative at every stage of the proceeding after charges have been served. 
F. An employee who has been served with a notice of discipline may be suspended 
without pay for a period not to exceed forty-five (45) days, unless the charges deal 
with a violation of the City's Drug and Alcohol Policy in which case the suspension 
may be for a period of ninety (90) days pending a determination on the charges. 
During this period of suspension, the employee may elect to apply accrued vacation 
time to offset the loss of pay. However, the period of suspension shall not be 
considered as a "vacation", but shall remain a "suspension" under the terms of this 
Article. 
Section 3. An employee may grieve a notice of discipline by requesting a meeting with the 
City Manager or hisher designee, no later than eight (8) days after receiving said notice of discipline. 
Said meeting, at which such employee or his representative shall respond to said notice of discipline, 
shall be held no later than five (5) working days after receipt of said request by the City Manager or 
hisher designee. The City Manager or hisher designee shall render a decision no later than five (5) 
working days after such a meeting. 
A. A grievance may be settled at any stage of the disciplinary grievance procedure. The 
terms of the settlement shall be agreed to in writing, and be signed by the Unit 
President or the Labor Relations Specialist of the Union and the involved employee, 
as well as the City Manager or hisiher designee. 
B. If the disciplinary grievance is not resolved and CSEA is not satisfied with the 
decision of the City Manager or hisiher designee, then CSEA shall file with the City 
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Manager a Notice of Intent to Arbitrate in writing within ten (10) working days of 
receipt of the decision of the City Manager or hisher designee. If a timely Notice 
of Intent to Arbitrate is filed with the City Manager, the disciplinary grievance shall 
move to Arbitration to be heard in an expedited manner by one of the panel of 
arbitrators designated under Section 8 of Article XXI. 
C .  If an employee or CSEA on his behalf fails to request a hearing or to grieve the notice 
of discipline as required in this Article, then the grievance shall be deemed 
abandoned and untimely and shall be resolved against the employee as if admitted 
on the merits. 
D. If the Employer fails to make a decision within the required time period, the 
grievance may be moved to arbitration. 
ARTICLE XXI- GRIEVANCE PROCEDURE 
Section 1. Scope and Procedure. Any dispute arising concerning the interpretation or 
application of the terms of this Agreement, shall be processed in accordance with the following 
procedure. 
Section 2. Definitions. The following terms shall be construed as follows: 
"Department" shall mean any division of Coming City Government of which the 
principal officer or employee has the power of appointment of Employees. 
"Department Head" shall mean the person having the power of appointment as stated 
in Paragraph A. 
"Employee" shall mean any person in the unit covered by this Agreement. 
"Employer" shall mean the City Manager or hisher designee with authority to review 
and resolve grievances. 
"Union" shall mean the bargaining unit at large. 
"Grievance" is a complaint by any employee or group of Employees in the unit, 
which is pursued by the Union, concerning an alleged misinterpretation or 
misapplication, of an express provision of this Agreement, and concerning the safety 
of the Employees pertaining to working conditions. 
"Days" shall mean all days other than Saturdays, Sundays and Holidays which shall 
be excluded in computing the number of days within which action must be taken or 
notice given within the terms of this procedure. 
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Section 3. Rights of the Grievant: 
A. Within ten (10) days of a written request, the Grievant shall have access to all written 
statements, records and materials relating to the grievance, with the exception of 
special briefs, internal notes or similar documentation prepared for or by the City 
Manager, City Attorney or Counsel for the City in preparation for or summarizing the 
hearing. 
Section 4. Rights of the Union 
A. Within a reasonable time of awritten request and at least one week in advance of any 
hearing, the Union shall have a copy of any grievance, including supporting materials 
and of any decision rendered pursuant to this procedure. 
B. The Union shall have the right to submit briefs for the Grievant to support or refute 
allegations of any party in a grievance. 
Section 5. Presentation of a Grievance 
A. An employee who claims to have a grievance shall discuss the grievance with his 
Department Head within ten (10) working days of the occurrence or when an 
employee is aware of a disputed subject. 
B. If the aggrieved party is not satisfied with the verbal answer of the Department Head, 
the grievance shall be reduced to writing and submitted to the City Manager within 
five (5) working days of said verbal answer. 
C. Upon receipt of the grievance, the City Manager or hisfher designee shall meet with 
the aggrieved party and the Union President, or hisfher designee, within ten (10) 
working days to discuss and attempt to resolve the dispute. The City Manager or 
hidher designee shall issue a written answer to the grievance within five (5) working 
days from the date of the meeting. Copies of the written answer are to be sent to the 
Union President. 
Section 6. As the final step of the grievance process, if the CSEA is not satisfied with the 
answer issued by the City Manager or hidher designee, then CSEA shall file with the City Manager 
a Notice of Intent to Arbitrate in writing within ten (10) working days of receipt of the written 
answer, and request a hearing before an arbitrator pursuant to Section 8 hereof. 
Section 7. Timeliness 
A. In the event of the unexcused failure on the part of the aggrieved party to be timely, 
the grievance shall be deemed to be withdrawn on the merits. 
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B. If the Employer or his representative fail to make a decision within the required time 
period, the grievance may be moved to arbitration. 
C. The parties may mutually agree to extend any of the time limits provided by this 
Agreement. 
Section 8. Arbitration 
A. The unresolved grievance, or an election to have a hearing on disciplinary charges 
under this Collective Bargaining Agreement shall be considered and submitted for 
arbitration by the filing of a Notice of Intent to Arbitrate. 
B. The parties agree that such dispute shall be heard by one of a panel of six (6) 
permanent arbitrators established by the parties as follows: 
Thomas N. Rinaldo 
James R. McDonnell 
James Markowitz 
Stuart Pohl 
Michael S. Lewandowski 
Ben Falcigno 
C. The panel of arbitrators named above shall hear disputes between the parties in 
rotation order. Should any panel member not be available to hear a disciplinary case 
within a forty-five (45) calendar day time period, or sixty (60) days for a contractual 
grievance, the next available panel member shall be named as the arbitrator for the 
instant case and the rotation shall continue from that panel member to the next 
arbitrator. 
D. The arbitrator shall have no power to add to, subtract from or modify any provisions 
of this Agreement and awards may not be retroactive beyond the date the grievance 
was originally filed. 
E. All decisions of the arbitrator shall be final and binding upon the parties. However, 
in the event either party determines that the arbitrator has varied the tenns or illegally 
interpreted the tenns of the Bargaining Agreement between the parties, then any such 
aggrieved party shall have the right to submit that sole issue to the Court for final 
judicial determination, and the Court shall have jurisdiction of that particular issue. 
F. All costs, with the exception ofjudicial court costs, related to the arbitration process 
shall be equally shared by the Union and the City. 
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ARTICLE XXII - PERSONNEL FILES 
Section 1. No material related to an employee's conduct, performance, character or 
personality which is derogatory in nature shall be placed in an employee's personnel file without 
notification to the employee. The employee shall be given an opportunity to read such material and 
shall acknowledge that he or she has read such material by affixing his or her signature on the 
material to be filed, with the understanding that such signature merely signifies that the employee 
has read such material and does not indicate Agreement with its contents. 
Section 2. Upon three (3) days written notice, an employee shall have an opportunity to 
review his or her personnel file in the presence of a representative of the Employer between the hours 
of 8:3O am and 4:30 pm, Monday through Friday at a location where the files are maintained and to 
place in such file a response of reasonable length to anything contained therein which the employee 
deems to be adverse. 
Section 3. The Employer agrees that there shall be no more than one (1) personnel file on 
any employee covered by this Agreement, and such file will be maintained in the Personnel Office. 
ARTICLE XXIII - LABORMANAGEMENT COMMITTEE. 
Section 1. The purpose of the LaborIManagement Committee is to encourage harmonious 
relations between the City and the bargaining "unit". The Committee will meet to discuss and seek 
to resolve collaboratively issues of mutual concern. Nothing contained herein supersedes or replaces 
the express provisions of the grievance procedure as set forth in Article XXI of this Agreement. 
Section 2. The Committee shall be comprised of the City Manager and a representative of 
hisker choice and the Unit President and a representative of hisker choice. The attendance of other 
representatives will be allowed upon mutual consent of the City Manager and the Unit President. 
Section 3. The LaborManagement Committee will meet once per quarter, at a time and 
place to be decided by the City Manager and Unit President, and may meet more often by mutual 
agreement. 
Section 4. At least five (5) business days prior to the meeting date, the City Manager and the 
Unit President shall meet and present the items to be placed on the agenda for discussion. 
ARTICLE XXlV - WORK SCHEDULE 
Unit members shall generally be required to work the normal work schedule as assigned. The 
employee may take additional time off from normal duties when working after the normal work 
schedule for emergency purposes or when required to work on a Saturday or Sunday. The additional 
time off must be taken within ninety (90) days of the emergency incident. Unit members shall not 
receive additional time off for work related meetings outside of the normal work schedule. It is 
understood that these personnel are not hourly paid, but rather annual salaried employees. Unit 
members are expected to spend those hours necessary for the successful completion of their 
assignments. 
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ARTICLE XXV - DISMISSAL PAY - LAYOFF 
If a unit member with more than five (5) years is dismissed from service due to a layoff, 
he/she will be paid four (4) week's salary upon separation of service due to a layoff. Dismissal pay 
shall be subject to applicable payroll taxes. 
ARTICLE XXVI - DEFERRED COMPENSATION PLAN 
The City will maintain a qualified Section 457 Deferred Compensation Plan. On June 1" of 
each Fiscal Year, if a unit member cashes up to five (5) days of unused vacation time, as provided 
by Article XIX he/she may deposit said monies in the Section 457 Plan provided said monies do not 
exceed the employee's maximum allowable contribution under said Plan. The City will deposit the 
appropriate sum with the Plan within fourteen (14) working days of receiving the member's election 
and written payroll deduction as required by the Section 457 Plan. 
ARTICLE XXVII - DURATION 
This Agreement shall commence on January 1, 2006 and shall continue in full force and 
effect until December 3 1,2010. 
FOR THE EMPLOYER: FOR THE UNION: 
CITY OF CORNING, NEW YORK CORNING CITY UNIT OF THE 
STEUBEN COUNTY LOCAL OF 
THE CIVIL SERVICE EMPLOYEE'S 
ASSOCIATION, INC., LOCAL 
ZOO0 AFSCME, AFL-CIO 
(Date) 
CITY MANAGER y+/.jr& 
STEVE PANTON, PRESIDENT (bate) 
CSEA-SUPERVISORY UNIT 

APPENDIX "A" 
CITY OF CORNING SUPERVISORY UNIT COMPENSATION 
AND EVALUATION PLAN 
To assist in the development of a management identity, the implementation of a separate 
Supervisory Unit Compensation and Evaluation Plan (HEREAFTER "Evaluation Plan") designed 
for managers, reflecting the responsibility of their positions consisting of salary advancements based 
on performance and merit rather than fixed increments is recommended. This Evaluation Plan is 
intended to cover the CSEA Supervisory bargaining unit members (HEREAFTER "Unit members"). 
The goal of this Evaluation Plan is to further the positive and continued improvement of the 
professionalism and performance of Unit members as they serve the needs of the City. The 
Evaluation Plan will be used as a basis for determining compensation as provided in this Collective 
Bargaining Agreement and in the instance of consecutive Unacceptable ratings, it may also be the 
basis of disciplinary action. Each Unit member will be evaluated on an annual basis by his 
Department Head or the City Manager (hereafter the "Evaluator"). 
The Evaluation Plan establishes a minimum and maximum rate for each position. The 
minimum rate should be considered the minimum salary for recruitment and appointment of 
qualified candidates. (See Table 1 .) The spread between the minimum rate and mid-point rate is 
the recruitment salary range for each position. This spread is to be used for recruitment or promotion 
purposes where there is difficulty in recruiting or promoting qualified candidates at the minimum 
rate or where it is necessary to increase the entry rate to hire or promote an eminently qualified 
candidate. The City will have that flexibility already built into the system. 
The Plan, as proposed, establishes a range from minimum rate to maximum rate. This range 
will move upward on a periodic basis as new collective bargaining agreements are negotiated. The 
maximum rate is the maximum salary for each position. Movement fiom minimum rate and within 
the salary range of a position shall be based on the Unit members performance on the job. There are 
no increments, or specific steps, and all Unit members may ultimately reach the maximum rate of 
the allocated compensation for hisher position. Each Unit member should, over time, achieve the 
mid-point rate. Care should be taken to maintain that concept and any advancement beyond the mid- 
point rate should be firmly based on managerial performance. 
INCREASES IN RANGES 
The Evaluation Plan will be reviewed periodically in preparation for contract negotiations 
having regard to salary and employment benefits in effect for comparable position in peer 
communities. The City and Union agree that within six (6) months before the expiration of this 
Agreement that they will commence discussions to review and analyze comparable positions in peer 
communities to aid in negotiations and to provide a basis for negotiating salary ranges for a 
successor agreement. Nothing contained herein, however, shall constitute a waiver of the rights and 
discretion of either party to seek and negotiate a different compensation method for a successor 
agreement. 
PERFORMANCE EVALUATION 
The evaluation of a Unit member's performance is a sound management tool which should 
provide feedback on individual achievement and effectiveness. Performance evaluation of Unit 
members is also a vital part of the Supervisory Unit Compensation and Evaluation Plan and provides 
the basis for movement within the salary range of the Unit member's position. Each CSEA Unit 
member shall have an annual performance evaluation which shall be completed on or before August 
15. The Evaluation shall be in writing and shall be a total record of the activities and performance 
of the Unit member over the prior fiscal year (July 1 - June 30), but may also include any specific 
incident or occurrence whether favorable or unfavorable up to the date of the written evaluation, A 
post-evaluation conference will be held between the Evaluator and the Unit member to discuss the 
Evaluation, as well as the goals and objectives for the coming year. 
The Evaluator and Unit member will discuss and set forth in writing those goals and 
objectives. It shall be the responsibility of the Unit member to ensure the completion of the goals 
and objectives. At any time during the evaluation period, because ofconditions outside the influence 
of the Unit member (budgetary, legislation, etc.), it becomes apparent that it will be impossible to 
accomplish a goal or objective, it shall be the responsibility of the Unit member to initiate with 
hisher evaluator changes in the established goals and objectives. 
At the evaluation, all Unit members will be assigned an overall performance rating as 
follows: 
DEFINITION OF PERFORMANCE RATING 
1. OUTSTANDING 
- Employee consistently exceeds requirements of principal functions in area of 
responsibility. 
- Knowledge of areas of responsibility exceeds expectations. 
- Produces and carries out long- and short-range planning with high degree, as 
demanded by position. 
- Clearly performs outstanding work in all phases of functional areas of responsibility. 
2. COMMENDABLE 
- Employee often exceeds standard required in each functional area of responsibility. 
- Quality of work is always good. 
- Has ability to take on extra projects without slipping on assigned projects. 
- Knows functional areas thoroughly; supervisor very confident in abilities. 
FULLY SATISFACTORY 
- Employee consistently meets standard required in each functional area of 
responsibility. 
- Quality of work is generally satisfactory. 
- Satisfactorily informed in functional areas of responsibility. 
- Occasionally needs motivation or guidance in problem solving. 
- Makes and executes short-term plans for improvement with assistance from 
supervisor. 
4. BELOW STANDARD 
- Employee does not always demonstrate knowledge of functional areas of 
responsibility. 
- Employee does not always perform job functions in a satisfactory manner. 
- Frequently requires motivation, guidance in fulfilling bctional areas of 
responsibility. 
- Employee frequently falls behind standardlrouting requirements needed to fulfill 
functional areas of responsibility. 
5. Unacceptable 
- Employee's performance in functional areas of responsibility is considered marginal. 
- Employee requires continuing guidance to achieve standards in functional areas of 
responsibility. 
- Employee lacks technical expertise/knowledge needed to carry out functional areas 
of responsibility. 
- Employee has multiple deficiencies which must be overcome for continuing 
employment. 
If the Evaluation has an overall rating of Below Standard or Unacceptable, the Unit member 
shall be provided with a plan in writing by the Evaluator which sets forth the areas needing 
improvement or remediation and recommended approaches, methods or programs to achieve a fully 
satisfactory job rating. The Unit member shall be closely monitored by the Evaluator between 
August 15 and December 1. The Evaluator will again provide a written evaluation and a post- 
evaluation conference on or before December 10, which evaluates the performance of the Unit 
member through the date of written evaluation. If the Unit member receives an original evaluation 
of Unacceptable but shows improvement during the period of re-evaluation achieving a rating of 
Below Standard or better, then the Unit member shall be entitled to a raise effective January 1, of 
the next succeeding year at the rating of one half the rating percentage of that applicable to Below 
Standard if on re-evaluation, he/she improved to Below Standard. 
A raise which applies the full rating percentage of Below Standard if the Unit member 
achieves a Fully Satisfactory or better during the period of re-evaluation. 
If a Unit member receives an Unacceptable rating on re-evaluation after receiving an 
Unacceptable rating on hislher annual evaluation, the Unit member may be subject to discipline 
under Article XX of this Collective Bargaining Agreement or have the right to proceed under the 
grievance procedure of said Agreement. If the City elects to proceed with discipline and the 
employee elects to grieve, the issues shall be heard and determined in the same hearing by a single 
arbitrator. 
SALARY ADVANCEMENT 
Prior to the end of the calendar year, annual salary advancement recommendations for all 
Unit members will be reviewed and a determination made as to the total appropriation needed to 
award salary advancements during the next calendar year. The amount of salary increase for any 
Unit member shall depend upon the rating percentage of the Unit member's performance evaluation 
and the compensation ratio as set forth and explained in Table 3. 
INSTALLATION OF COMPENSATION PLAN 
Any raise to take effect for Unit members shall be in accordance with this Evaluation Plan. 
Effective August 15,2008, the salary ranges in Appendix A, Table 1 shall be increased by $2,000 
for the Maximum, Minimum, and Mid-Point figures. 
SUPERVISORY UNIT SALARY PLAN 
TABLE 1 
SALARY RANGES JANUARY 1,200 
1 MIN. 
Asst Supt DPW $43,3 80 
Code Enforcement Officer $32,006 
Water System Supervisor $43,380 
Accountant $30,907 
Chief Wastewater Treatment $39,502 
Plant Operator 
I TO DECEMBER 31,2010 
The parties agree that within six (6) months before the expiration of this Agreement that they will 
commence discussions to review and analyze comparable positions in peer communities to aid in 
negotiations and to provide a basis for negotiating salary ranges for a successor agreement. Nothing 
contained herein shall constitute a waiver of the rights and discretion of either party to seek and 
negotiate a different compensation method for a successor agreement. 
TABLE 2 - EVALUATION RATING PERCENTAGE 
For salary effective on January 1 of each calendar year covered by this Agreement, an employee's 
salary shall be determined by the following method having regard for employee's most recent 
evaluation of job performance. First, depending upon the evaluation rating, the employee shall be 
entitled to a rating percentage as set forth in Chart 1. A compensation ratio shall be determined by 
dividing the mid-point salary of the employee's position by the employee's actual salary. The rating 
percentage for the employee shall be multiplied by the compensation ratio to obtain the appropriate 
percentage increase which will be applied against the employee's salary on December 3 1 to produce 
the employee's salary for January 1. For an employee hired after July 1, there will not be an 
adjustment of salary on January 1 of the following calendar year. 
There shall be no longevity or other similar benefit payable to unit members regardless of any past 
longevity benefit or practice. 
Evaluation 
Unacceptable 
Below Standard 
Fully Satisfactory 
Commendable 
Outstanding 
Ratinn Percentage 
0 
1 .% 
3 .O% 
3.5% 
4.5% 
CHART I11 
COMPENSATION FOR JANUARY 1,1998 SALARY 
ASSUMING 3.5% OF MID-POINT RANGE ON SALARY 
AND ALL SATISFACTORY RATINGS 
- - -  - 
Employee #1 
- - - 
Employee #2 
Employee #3 
Employee #4 
AT 7/1/97 MID-POINT COMP RATING 
SATISFACTORY 
3.5 mid + 3.38 
39,315 (+1285) 
3.5 mid + 3.79 
24,351 (+889) 
3.5 mid + 3.5 
21,993 (+743) 
- -  - 
3.5 mid + 3.31 

